This study examines the influence of Job Analysis of a manufacturing company. In this study, two factors allegedly affect a Job Analysis of manufacturing companies. These factors were derived from several aspects, namely Job Description, and Job Specification. Then, these factors influence organizational performance with six dimensions, namely Job Quality and Quantity, Timeline, Cost Effectiveness, Supervision, and Impact. In analyzing to measure the relationship is used Structural Equation Modeling Partial Least Squares (SEM PLS). This study uses primary data based on the company's employees. The data was collected from 73 respondents in PT. Indonesia TRC Industry. The results of this study indicate that the Job Analysis has a significantly affected the performance of the manufacturing company. This paper also shows that employee job analysis can be a powerful tool to enhance organizational performance.
Generally, Job analysis is one of the most important activities of human resource management and can perform multi-functions (Russell & Bernardin, 1993) . A regular or proactive job analysis practices help to identify factors that shape the employees` motivation and job satisfaction (Li et al., 2008) . The researchers have established co-relationship between organizational performance and job analysis in context to human resource management but the relationship between human resource management practices like job analysis and job performance, the intervening process recruitment, connecting job analysis is yet to be explored in a full flow (Bernardin, 2002) .
Companies that regularly conduct job analysis possess a much better knowledge of their strengths and limitations and can take timely corrective action to improve any deficiencies in their skills and job behavior (Clifford, 1994) . Brannick & Levine (2002) defined the job analysis as an organized process whereby nature of a job is discovered. Job or task is divided into smaller units. Bernardin, (2002) that the collection and processing of job related information and other related tasks and qualifications through job analysis was a base for human resource management (HRM). Job analysis has a vital role. Sanchez & Levine (2000) that erroneous practice of the job analysis may affect other HR activities based on it. Former research by Brannick Carmeli et al. (2013) found inconsistent results and suggested that background might play a vital role in moderating employee reactions. Russell & Bernardin (1993) supported the hypothesized linkage between stimulating job characteristics and job satisfaction, the extent of the relationship between the core job characteristics and outcomes appeared to be moderate rather than high. Statt (2004) discussed that the job description outlines the job tasks, duties and responsibilities and serves as a guide for the recruitment and selection process going forward in general, a job description be relating to all the technical, administrative and managerial aspects of the job, the job title, job summary, job duties, tasks and outputs. Bernardin (2002) further described job description as a written narrative of the tasks to be performed and what it entails.
As defined by Werther & Davis (1993) "Job evaluation is a systematic process used to determine the worth of jobs and creating a link between job worth and salary". Meier & O'Toole (2002) further clarified that as the worth of a job is determined, it might be seen in terms of salary and other fringe benefits in accordance with the existing salary structure of the organization. Job specification is a written statement of qualifications, traits, physical and mental characteristics that an individual must possess to perform the job duties and discharge responsibilities effectively. In this, job specification usually developed with the co-operation of personnel department and various supervisors in the whole organization A study by Russell & Bernardin (1993) assesses the accuracy and usefulness of job descriptions by examining the best way to form, design, and make job descriptions David & Carolina (2011) defined that job specification deals with the personal aspects of the job and education or qualification background, skills, knowledge and ability. In a layman human resources term, the job description can be associated with the hard issues whilst the job specification may focus some soft issues.
METHODS OF RESEARCH
This research uses quantitative methods that can explain the causal relationships between the variables studied. Source of primary data comes from the questionnaire given to the respondents, while the secondary data comes from the result of previous studies and the related theories. The analysis model uses SEM through Partial Least Squares approach with SmartPLS-3 software. Population in this paper are all employee in PT. Indonesia TRC Industry, with the 73 Top Lovel Management or Managers as respondents. All respondents were chosen by using probability sampling using the purposive sampling method. Malhotra (1981) stated that the likert scale submitted to respondents should use a 5point scale, namely 5 = strongly agree, 4 = agree, 3 = neither agree nor disagree, 2 = disagree, 1 = strongly disagree. The construction of the questionnaire came from four variables, based on theoretical studies reduced to dimensions and indicators of research with 45 items of research questionnaire.
The data analysis used to see the influence and hypothesis testing by using the Structural Equation Model (SEM). The data processing in this research uses Partial Least Square (PLS) with SmartPLS-3 software because all the variables are latent variables and they are measured by dimensions and indicators. In the current study, we have adopted the multidimensional constructs include combinations of composite and reflective measurement (Jarvis et al., 2003) . This means that both for the first-order constructs and the second-order construct the type of measurement model can and should be determined separately (MacKenzie et al., 2005) . A particularly important configuration of second-order constructs is a composite of common factors. In a composite of common factors configuration, the firstorder constructs employ a reflective measurement model, whereas the second-order construct is a composite formed by the first-order constructs. This is the most frequently used approach in research in the social sciences (Ringle et al., 2012) , implying a need to deeper examine this type of hierarchical component model.
In this paper, latent variable Job Analysis is a second-order reflective constructs as formed by first-order reflective such are Job Description with ten indicators, and Job Specification with three indicators (Fabi & Pettersen, 1992; Schneider & Konz, 1989; Singh, 2008) . Organizational Performance is a second-order reflective constructs as formed by firstorder reflective such as Job Quality with five indicators, Job Quantity with four indicators, Timeline with five indicators, Cost Effectivity with five indicators, Supervision with three indicators, and Impact with five indicators (Bernardin, 2002; Russell & Bernardin, 1993) .
RESULTS AND DISCUSSION
This research uses the Structural Equation Model (SEM) analysis technique with Partial Least Square (PLS). We followed the Chin (1998) and Ghozali (2014) study to run the second order confirmatory factor analysis approach. In the first step, we have evaluation outer model with validated the reflective type first-order constructs and reported the Cronbach's alpha, composite reliability, and average variance extracted (AVE). In the second step is an analysis of the second-order constructs, we took the latent variable score from the first model and made a repeated indicators approach (Chin, 1998; Ghozali, 2014) . For the reflective measurement model confirmation to run the bootstrapping on 500 resampling, we have reported the weights and the maximum variance inflation factor or path coefficients to validate the measurement model for reflective constructs (Hair et al., 2016) .
According to Chin (1998) and Gaskin et al. (2018) for construct reliability testing was measured by Cronbach's alpha and composite reliability. Constructs are stated reliable if they have Cronbach's alpha above 0.60 and composite reliability values above 0.70. While the sufficient value of average variance extracted (AVE) to measure the validity is 0.5 (Ghozali, 2014) . Based on the criteria of Table 1 , then the output of the data shows the results of all criteria of the outer model can be fulfilled so that it can be concluded that the research data has good validity and reliability, therefore it can proceed to the analysis of the inner model. The results of inner model testing are done in two steps, first by evaluating the model between constructs first-order and the second-order construct (Gaskin et al., 2018) . The aim is to see how much the reflective level and the significant influence of the first order construct reflect the second-order construct. Second, evaluating the model between second-order constructs or structural models. The structural model was evaluated by using R square for endogenous constructs and comparing t-statistics with t-tables at a confidence level of 95% or with the value of loading factor 1.96.
Based on the results of running SmartPLS-3, all loading factors on indicators and dimensions that are first-order constructs have values above 0.50, thus indicating that the indicators and dimensions used in this research are reliable. This shows that the indicators and dimensions used in this paper reflect latent variables. The highest first-order construct is a Job Description with a score of 0.962. This finding proves that Job Description can create a good performance of the manufacturing companies. Picture 1 is the result of the value of loading factors in the first-order construct. Inner model analysis between second-order constructs is carried out to ensure that the structural model built is robust and accurate (Ghozali, 2014) . Robust regression is a regression method that is used when the error distribution data is abnormal or there are some outliers that influence the model (Chin, 1998) . Evaluation of the inner-order construct inner model can be seen from several indications which include the coefficient determination (R 2 ), Predictive Relevance (Q 2 ), Goodness of Fit Index (GoF).
The following is the value of R 2 output software smartPLS-3. According to Chin (1998) , the R square value is 0.67 (strong), 0.33 (moderate) and below 0.19 (weak). This research model is categorized to have a strong relationship between the variables being analyzed. In this research, there are two endogenous variables namely entrepreneurial orientation and sustainable competitive advantage and two exogenous variables. Based on R square and R square adjusted values, there is a moderate relationship between exogenous variables either independently or together.
To calculate Q 2 the following formula can be used:
This test is conducted to determine the predictive capability with the blindfolding procedure. According to Chin (1998) , if the value obtained is 0.02 then the model has a small predictive capability. If the value obtained is 0.15 then the model has a moderate predictive capability. And if the value obtained is 0.35 then the model has a large predictive capability. If the calculation of the Q 2 value is 0.059, then the model has a small predictive capability.
Goodness of Fit index (GoF) is obtained by the AVE value squared and multiplied by R 2 . With AVE of 0.913 and the average R Square in first-order is 0.5541. So that the GoF can be calculated as follows: The test of hypotheses in SEM PLS is done with a bootstrapping process that produces t-statistics values. If the t-statistics value is greater than that of the t-statistic with a 95% confidence level (>1.96) then the hypothesis is significant. Here are the results of bootstrapping of SmartPLS-3 software. Whereas to find out how much influence among the variables, then find out the value of the loading factor of the original sample output of smartPLS-3. This can be seen in the path coefficients table on the smartPLS-3 output. The following table presents the Path Coefficients. fig. 2 . The t-statistics obtained that as many as the hypotheses have a value of t-statistics above 1.96. This means that from the research hypotheses, that is proved to have a positive and significant influence. Job Analysis has affected the performance on manufacturing company. All first-order constructs also showed significant effect between second-order and first-order constructs.
DISCUSSION OF RESULTS
The results of this research confirm the findings of previous research that job analysis is positively related to organizational performance (Fabi & Pettersen, 1992 Saif et al., 2013) . Thus, there is a tendency that organizational performance will increase when job analysis created by job description and specification (Russell & Bernardin, 1993) .
In this context, the analysis shows that job descriptions act primarily to achieve a job quantity and quality, and also give a good timeline to produce product (Conte et al., 2005; Saif et al., 2013) . SEM-PLS showed a higher number on timeline as a dimension that build second-order construct performance with 0.945 (> 0.5). Russell & Bernardin (1993) argue that the clear a job description and specification can give the ability to reduce good quality product with innovative in operational, production, and delivery to customers. This paper explains that job analysis has a significant effect on performance at the manufacture company. Analytical unit on this paper uses 2 top management, 24 middle management and 47 first line management at PT. Indonesia TRC Industry. The SEM-PLS test results show the original sample is positive with loading factor 0.493 and the result of the t-statistic value is 3.933 (> 1.94). These results indicate that most employees as the respondents in PT. Indonesia TRC Industry have a good job analysis. Based on interviews, employee activity had been effective especially on job description.
Finally, job analysis is a source of company performance when job description given a support to employees makes it clear to doing a job on a company (Hussain, Ismail, & Akhtar, 2015) . Job analysis is the source of achieving cost efficient and create company background and employees characteristic to become skilled, competent in their respective fields, quickly adapt to the demands of many jobs, and impact the company by saving production timeline (Clifford, 1994; Cronshow, 2012) .
As noted above, in terms of company background and demographic characteristics, only employee training and development showed a modest relationship with performance. It seems that an increasing exposure of companies, regardless of their size, age or ownership status, to innovative human resources practices and other strategic factors in the current global business environment has somewhat mitigated the weight of such background characteristics in shaping company performance.
